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The business website BNET recently offered a useful summary* of the classic HBS 
article, The Five Minds of a Manager co-authored by Henry Mintzberg (management 
theorist and professor at my alma mater, McGill University).  
 
The article outlines five mindsets for managers to cultivate in order to cope with the 
often conflicting demands of their jobs.  
 
I noticed that these five mindsets line up with five of the six intelligence centres (ICs) 
of the brain as described in the NeuroPower framework. To explore the parallels, 
I’ve therefore added to Mintzberg’s five the “clarity” mindset, which corresponds to 
the sixth IC and in a sense completes the set.  
 
Six mindsets, six intelligence centres – how do they match up?  
 
 Mintzberg’s Five Minds (plus one) NeuroPower’s Six Intelligence Centres 
1 A clarity mindset enables you to set the 

roles, goals and context that will provide a 
stable and secure base of agreed rules and 
understanding for the group and show how 
the team adds value to the wider 
organization. 

The motor centre: the brain’s seat of 
implicit procedural memory, source of 
clear rules and guidelines on how to 
deal with transition and change 

2 A reflective mindset allows you to be 
thoughtful, to see familiar experiences 
in a new light, setting the stage for 
insights and innovative products and 
services.  

The feeling and adaptability centre: 
high-energy source of lateral thinking, 
novelty-seeking, adaptability, agility, 
expressiveness 

3 An action mindset energizes you to 
create and expedite the best plans for 
achieving your strategic goals. 

The reward centre: seat of motivation 
and drive, providing energy to go for 
what we truly desire 

4 A collaborative mindset enables you to 
orchestrate relationships among 
individuals and teams producing your 
products and services.  

The empathy and authenticity centre: 
connects with others, helps us to feel 
what they are feeling, the seat of 
authenticity and passion 

5 An analytical mindset ensures that you 
make decisions based on in-depth data 
– both quantitative and qualitative.  

The pattern recognition centre: 
objectively interprets data and 
identifying resources needed to move 
forward 

6 A worldly mindset provides you with 
cultural and social insights essential to 
operating in diverse regions, serving 
varied customer segments.  

The brain’s modem: the centre for 
vision, new paradigms and concepts 
 

                                   
* http://www.bnet.com/2439-13059_23-174984.html 
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In practice these themes can be developed in a team setting as follows: 
 

1. Clarity mindset is my addition to Mintzberg’s line-up and reflects the first IC, 
the task of which is to build team loyalty through clear expectations, 
purpose and values. This serves as is a crucial departure point, whereby the 
manager and team are well grounded. The manager has clarity about and can 
clearly express to others the roles, goals, value, purpose, expectations, 
reporting lines and processes or procedures to be used in achieving the 
desired outcome. This initial stage provides a stable platform on which to 
carry out the work of the following mindsets.  
PRACTICAL APPLICATION: the project kick-off meeting where the manager 
outlines parameters, expectations, available resources, schedules and other 
pertinent contextual factors as above 

 
2. Reflective mindset links to the second IC, which is engaged when we 

encourage spontaneity, flexibility and creativity through freedom of 
expression. As he’s written it, Mintzberg’s understanding of “reflective” 
seems quite intellectual: “Without reflection, management is mindless. Events 
make sense only when you stop and think about what they mean, how they 
connect, what patterns they reveal. Reflection puts events into new and clear 
perspective.” What I will suggest here is that “reflective” should be taken to 
include not only internal thought processes but also sharing ideas with others 
to gain from what they reflect back and express to you as additional input. So 
this stage is where you interact, communicate, express, dialogue, exchange 
views, gain feedback, develop and discuss ideas, innovate and tap into the 
energy required to carry through the tasks.  
PRACTICAL APPLICATION: the team is given the chance to offer their 
feedback based on what they’ve heard in the project kick-off meeting; could 
also included going out to relevant stakeholders to solicit their feedback on 
possible effects of the proposed project - the ultimate goal being to facilitate 
two-way communications and the free flow of ideas and innovation 

 
3. Action mindset matches the third IC and helps to build enthusiastic 

discretionary effort through effective motivation. This brain centre provides 
the drive, motivation and power to push on through. Mintzberg: “Managers 
have a bias for action. Your challenge, then, is to mobilize your and others’ 
energies around what needs to change – while sustaining what must stay the 
same. An action mind-set is not about ‘whipping the horses into a frenzy.’ 
Instead, survey the situation, determine your team’s capabilities and your 
organization's needs, and help everyone move in the right direction.”  
PRACTICAL APPLICATION: this stage highlights the “WIIFM” (what’s in it 
for me?) for team members, the benefits of achievement and the sources of 
motivation; performance measures are understood and the links are clearly 
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made between high performance in the team and each team member’s 
personal career aspirations 

 
4. Collaborative mindset is the result of engaging the fourth IC to encourage 

team members to show empathy and inclusion through active listening. 
This stage provides the all-important people-focus to balance the purely task-
focus, connecting people and building relationships. Mintzberg: “You 
manage most effectively when you manage not individuals but the 
relationships among them. You're creating the conditions – the structures and 
attitudes--that encourage teamwork. You're managing from inside, 
throughout your organization – not from the top. You're not running the 
show – unless absolutely necessary.” 
PRACTICAL APPLICATION: key words here are empathy and 
empowerment, fostering the connections, community and commitment that 
will hold the team together through inevitable adversity and conflict 

 
5. Analytical mindset taps into the fifth IC and helps ensure team members 

have the resources and information they need to get the job done. The focus 
is to bring things down to the objective data and facts.  Mintzberg: “You 
analyze most effectively when you go beyond the superficial – just running 
the numbers. Instead, you drill into richer sources of data, including your and 
others' underlying values and biases. What data and assumptions are they 
using? Breaking up complex phenomena into component parts helps you see 
problems in new ways, moving your organization toward action and 
change.” 
PRACTICAL APPLICATION: testing and measuring, keeping track of 
progress and breaking big problems down into component parts are all useful 
ways to base action on the hard, cold facts and keep both the project and team 
members firmly grounded in reality 

 
6. Worldly mindset is quite similar to the sixth IC, which is meant to create 

context and vision through a clear description of the endgame for the team. 
People are able to look to the future and place the current project into a longer 
term context, clearly identifying with an anticipated positive end state. 
Mintzberg: “When you see the world through the eyes of other cultures, other 
industries, other companies, you better understand the diverse contexts in 
which your organization operates.“ 
PRACTICAL APPLICATION: this stage is about vision, taking in new 
perspectives and wider trends to create totally new paradigms – what’s the 
big picture, what comes next, which point on the horizon we are navigating 
towards, so we can adjust course for the next stage of the process…and so the 
cycle of reinvention begins. 
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In sum, the Five Minds of a Manager theory aligns quite well with what NeuroPower 
has to say about brain function, which is why when we read Mintzberg’s article it is 
easy to say, “Yes, that all makes good sense to me, I want to start doing more of those 
things.”  
 
In fact the great advantage to the NeuroPower framework is that it makes no claim to 
“replace” other frameworks and theories. Rather, it lays out a powerful explanatory 
method describing how our brains work in certain predictable ways. And because all 
our brains function in remarkably similar ways, any other framework or theory that 
produces positive change and possesses real explanatory power will do so in the 
exact degree to which they line up with what we now know about brain function.  
 
NeuroPower therefore provides an overarching brain research-based framework into 
which so many other models can be readily integrated without people needing to 
“un-learn” what they have previously learned. Quite simply, if it works, it is because 
it aligns with how our minds are working. 
 
What is more, NeuroPower is a profoundly practical framework that can help turn 
the best theories from Harvard and elsewhere into real results based on a common 
language and explanatory system that everyone can understand – from the boiler 
room to the boardroom. 
 
For more details on NeuroPower and neuroscience applications to the organizational 
and people-development setting, contact Todd Montgomery at +61 431 989 434 or 
toddm@toddmontgomery.com.au. 
 
 
 
 
 
 
 
 
 
NeuroPower is a paradigm-changing system which integrates recent scientific findings on 
the brain with the latest understanding of developmental psychology. It is a profoundly 
simple, yet profoundly practical means of understanding of yourself and others, making it 
possible to improve the quality of the interactions you have in all kinds of life situations. 
 
Todd Montgomery is an independent consultant based in Sydney Australia. He specializes 
in management consulting, executive and team coaching and transformational change.  
 


